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INTRODUCTION 
This paper is an attempt to analyze the develop¬ 
ment of community participation in governmental agencies 
that has sprung up in response to unaddressed problems and 
how they, in cooperation with the government, may prove 
a vital resource for continuous citizen involvement and 
change. The potential of such organizations to be effective 
instruments through which people in an inner city can bring 
about desirable changes in their environment and circumstances 
is very definite. 
In general, this analysis is based on the conten¬ 
tion that the people of an area must be able to organize 
effectively against the negative aspects of city life—from 
neighborhood decay to unemployment—for it is largely through 
community based organized activity that the political struc¬ 
ture will be inclined to respond quickly and decisively 
to such problems. 
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CHAPTER I 
THE AGENCY'S SETTING: ECONOMIC OPPORTUNITY 
ATLANTA, INC. 
On August 20, 1964, the President signed the Eco¬ 
nomic Opportunity Act of 1964 which called for the mobili¬ 
zation of the human and the financial resources of the nation 
to help the poor help themselves by providing opportunities 
for education, training, and a better way of life. 
While this legislation was still pending in Con¬ 
gress, Atlanta and Fulton County officials began making 
plans to establish a community action program which would 
be tailored to the needs of the local community. Research 
shows that Atlanta was having city-wide problems and conflicts. 
By joint resolution on August 19, 1964, the Mayor, 
the Board of Alderman, and the Fulton County Commission 
created a board to receive and administer funds from the 
Office of Economic Opportunity. (E.O.A) Due to their initiative, 
Atlanta and Fulton County on November 23, 1964, received 
one of the first OEO grants to an urban area. 
In order to reach disadvantged citizens and help 
them become self-sufficient, E.O.A. established Neighbor¬ 
hood Service Centers for both the urban and the rural poor, 
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first in the city of Atlanta and Fulton County, and later in 
Gwinnett and Rockdale counties. Douglas county was added 
in 1974. 
Today, these neighborhood centers serve as the 
focal point for all E.O.A. programs and for referrals to 
other public and private agencies which may offer services 
to low-income citizens. Emphasis in the neighborhood center 
is placed on employment counseling, social services, commu¬ 
nity development, and numerous self-help programs. Programs 
include : 
Alcohol Treatment 
Atlanta Manpower Program 
Community Gardening Project 
Atlanta Revitalized Employment 
Rodent Control 
Edgewood Parent and Child Center 
Foster Grandparents 
Job Corps GATE House 
Head Start Child Development 
Senior Opportunities and Services 
Community Programs on Aging 





Both adults and youths in E.O.A. service areas 
participate in planning E.O.A. programs and in seeking solu¬ 
tions to the immediate, as well as the long-range problems 
which affect the poor and their communities. There are 
more than 135 Area Block Clubs (ABC) - the basic unit of 
community organization, fourteen Citizen Neighborhood Advisory 
Councils (CNAC), several urban area groupings, and a Citizen 
Central Advisory Council (CCAC). Young people between the 
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ages of fourteen and twenty-five are organized in Youth Neigh¬ 
borhood Councils (YNC) and a Central Youth Council (CYC). 
Representatives are chosen in democratic elections 
held in the area blocks. When elections were first held 
in 1966, 2,000 persons voted in eleven polling places, and 
in the 1975 elections, 43,000 persons voted in the area 
blocks. 
The highest point of resident participation is 
on the E.O.A. Board of Directors, one-third of whom are 
the elected representatives of the poor, with the balance 
representing major public and private agencies from the 
community at-large. Although all E.O.A. programs are re¬ 
gulated by federal funding sources, the E.O.A. Board of 
Directors determines the policies for the community action 
agency, which operates as a private, non-profit corporation. 
Funding today is primarily from the Community 
Services Administration (formerly OEO), the Department of 
Labor, and the Department of Health, Education and Welfare, 
with necessary community support in actual cash or donation 
of goods and services valued at approximately 20 percent 
of the annual budget. The Board has provided impressive 
leadership, enlisting the cooperation of every segment of 
the community - schools, churches, businesses, local govern¬ 
ments, and individual citizens. E.O.A. has been able to 
bridge communication between people in their communities 
and what is often called the "Establishment." 
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But the job is far from over. Poverty is still 
here in Atlanta, and with the support of local governments 
and resources, E.O.A. will continue to help people overcome 
unemployment, substandard housing, hunger, malnutrition, 
inadequate transportation, and health care. 
SECTION ONE: PROGRAM OPERATIONS 
Volunteer Coordination and Staff Development 
The Division of Program Operation is responsible 
for the functions of the Department of Neighborhood Services 
Center Operations, Community Services and Manpower, as well 
as the Child Development Program, High Support Counseling 
Program, Staff Development and Volunteer Services. 
Program Operations administers and coordinates 
all programs operated by the agency, providing for the delivery 
of services to residents. The fourteen E.O.A. target area 
mobilize and educate citizens and agencies to ensure a greater 
response to the special needs of the poor in the community. 
It is committed to empowering the poor through citizen parti¬ 
cipation, the delivery of needed services, and mobilizing 
resources to help themselves. Volunteer ism is an integral 
part of E.O.A.'s mission as a community action agency. 
In 1969 through the creation of Volunteer Atlanta 
for the establishment of Volunteer Services, E.O.A. has 
assisted in total community participation. Volunteers have 
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been a mainstay of its programs, essential for the expansion 
of E.O.A.'s services to the poor. 
By the end of 1969, E.O.A.'s Volunteer Program 
became part of the newly-created comprehensive volunteer 
program for metropolitan Atlanta, Volunteer Atlanta. This 
program was jointly sponsored by the Community Council, 
the Junior League, the Chamber of Commerce, and the United 
Way. 
After becoming a part of Volunteer Atlanta, E.O.A.'s 
volunteer services were affiliated with Georgia's Community 
Action Association (GCAA) which performed as its name implies, 
(i.e. a catalyst for community action throughout Georgia). 
The goal of E.O.A.'s Volunteer Services was not 
to replace staff with volunteers, but to educate the volun¬ 
teers, para-professionals, and professionals to gain skills 
and to provide better services. These skills have helped 
many to accept meaningful roles in the job market. 
The goal of any volunteer effort should be to 
affirm the worth of the clients, see that the clients receive 
services to which they are entitled, and work for the growth 
of both the clients, and the volunteers. 
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SECTION TWO: ROLE OF THE INTERN 
Legislative Monitoring 
The opportunity to serve as an intern in the metro¬ 
politan Atlanta area exposed me to many of the activities 
of an urban government. Included among these, was the chance 
to view firsthand the political environment, employment 
trends, and the dispersing of revenues from state and federal 
resources. 
My role as an intern at E.O.A. was to serve as 
a monitor of state government. I served under the direction 
of Thomas Rocky Wade, Director of the Volunteer Services 
Program, which is a Division of Program Operations within 
E.O.A. 
Working outside the Agency as a monitor of legis¬ 
lative and governmental operations was a unique and demanding 
assignment. The activities for each day started with my 
arrival at the State Capitol to pick up composite sheets 
and committee updates from the secretary of the Senate to 
the General Assembly. 
The composite sheet was the monitor's guide ex¬ 
plaining the bills that had been introduced, and the com¬ 
mittee to which they had been assigned. The sheets were 






Committee Amendment Substitution 
Recomendations 




Sent to the Governor 
Date Signed by Governor and 
Act or Veto Number 
As mentioned, there are also up-date sheets on 
committee meetings. These were printed at the beginning 
of each day, and were subject to change after key committee 
members arrived and accommodations were made to satisfy 
the committee. The monitor was advised to check the up¬ 
date sheet prior to leaving the Assembly. 
The Legislative updates and composite sheets were 
read thoroughly before entering the Assembly or a Legisla¬ 
tive sub-committee. Using these composite sheets the monitor 
was able to follow each step of the legislative process 
of state government for that particular day. 
Each legislative session began when the Senate 
was called to order by the Lieutenant Governor and the morning 
prayer was spoken. Minutes from the last session were on 
the desks of each assembly person, who was responsible for 
reading, understanding, and correcting the minutes. Moments 
later, according to parliamentary procedure, the Lieutenant 
Governor was required to ask if the minutes were acceptable 
to by the entire body. After the motion carried, the Senate 
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proceeded to new business. New bills introduced on the 
floor were read and these were assigned to committees for 
study, amendment, and/or substitutions. 
I was fortunate enough to be a morning monitor 
and had the obligation of returning to the E.O.A. office 
in the afternoon to write and submit the notes or recaps 
from the morning to the Director of the Monitoring Program. 
The afternoon monitors followed, to an extent, 
the same procedure as the morning monitors. The recap sheets 
were turned in to the Director and distributed the next 
day to proper persons in E.O.A. 
As part of the checks and balances in organiza- 
tional management, there was a Review Committee that would 
meet every Tuesday afternoon, and Friday morning, to review 
all of the information gathered, for any assessments and 
strategies deemed necessary by the parties involved. 
The Review Committee is that section of the Moni¬ 
toring Program that really starts motions for the citizens. 
This committee was responsible for forwarding the informa¬ 
tion they had received to the different Neighborhood Centers. 
They were also responsible for aiding the citizens in pre¬ 
paring rebuttals and objections to the different resolutions 
made in the Senate. 
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CHAPTER II 
IDENTIFICATION OF THE COMMUNICATION 
PROBLEM 
The formal chain of communication within E.O.A. 
(see Appendix) is the same as any organization with a commu¬ 
nication network vital to the expression of goals and objec¬ 
tives of that organization. It is evident that effective 
communication is essential in all organizations where people 
deal with one another. 
Today's administrators are aware that the effi¬ 
ciency of a group depends to a great extent on how well 
the efforts of its individual members can be coordinated. 
Since coordination does not just happen, managers must realize 
that communication is necessary if they and their work force 
are to obtain the understanding and cooperation required 
to achieve organizational and individual goals. ^ 
Communication is defined as the passing of infor- 
mation and understanding from one person to another.' Basil 
Georgopolus, acknowledged that organizations which have 
a high degree of communication are more likely to have a 
■'"Leonard J. Kazimer, Principles of Managment : A Pro¬ 
grammed-Instructional Approach, (New York: McGraw-Hill Com- 
pany, 1$74), p. 266. 
2 
Basil S. Georgopolus, The Community General Hospital, 
(New York: Macmillan Company, 1962), p. 531. 
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higher degree of effectiveness than organizations which 
3 
have a low degree of communications. Research in recent 
years has indicated that the lack of communication is the 
4 _ 
number one problem in management. The lack of communica¬ 
tion is the employees' and clients' primary complaint, super¬ 
visors do not give orders or instructions as to what they 
expect employees to accomplish and that they are not "passing 
information nor achieving understanding.3 Words are the 
tools of communication. They must be selected wisely and 
used with care. A short simple word is generally preferred 
to a long one. We must not, however, be afraid to use any 
word that conveys the precise meaning. 
Managers must be aware that they do not communi¬ 
cate by merely sending out verbal or written messages com¬ 
posed of words, which have little meaning in themselves. 
g 
Words are merely symbols of meanings. Therefore, if the 
receiver of a communication does not attach the same meaning 
to the words that the sender does, there is no communication 
between them. 
3Ibid., p. 8. 
4 
Jerald Hage, et al., "Organizational Structure Commu¬ 
nication," American Sociological Review, No. 569, (October 
1971) : 871. 
3Leoanrd Kamizer, Principles of Management : Programmed- 
Instructional Approach (New York: McGraw-Hill Book Company, 
1974) , p. 266. 
g 
David I. Cleland, "Why Project Management?" Business 
Horizons (Winter 1964):83. 
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Management involves the coordination of human 
7 
and material resources toward objective accomplishments. 
Our goal was to pass information to the client and aid citizen 
organizations in calling attention to the inadequacies of 
some state legislation. Once the information had been col¬ 
lected it was reviewed by the Program Director of the Volunteer 
Project, representatives from CAP organizations and GCAA, 
respectively, and the Community Organization Coordinator 
of E.O.A. The two other members dispersed the information 
to their respective authorities but it is not known by the 
writer if this material was received and processed as priority 
information. 
The Committee Organization Coordinator, Thomas 
Wade, is a member of the committee that acts as a "check" 
in the balance of power and flow of information downward 
within the organization and outside the agency to the client. 
It is also transmitted upward or vertically to the Executive 
Director in the form of a report. The term "check" is referred 
to as accountability by Alan C. Filley; the obligation of 
reporting to a unit in a higher position within the organi- 
g 
zation on the progress of one's activities. 
The process of formal communication also reaffirms 
the concept of authority and responsibility used in reference 
"^Fremont E. Kast and James E. Rosenweig, Organization 
and Management : A System Approach (New York: McGraw-Hill 
Book Company, 1974), p. 6. 
Q 
Filley, House and Kerr, Managerial Process, p. 65. 
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to organizational units and their legitimate power. Authority 
refers to power which is generally acceptable to members 
of an organization and which is within the values and purposes 
9 
of the institution. 
In an ongoing organization, an individual who 
enters the system subscribes to certain rules of behavior 
when he accepts a position. It was at this time I realized 
that a problem of communication existed as a deterrent to 
the interactions of the personnel within E.O.A. and the 
Neighborhood Service Centers. 
The problems in the E.O.A. agency surfaced in 
the review committee, which engaged in superficial discussions 
and avoided controversial subjects. They were afraid of 
alienating themselves from other members of the committee. 
They were tense, passive, tactful and constrained to work 
together in a satisfying manner. 
In studies conducted by R. F. Bales and E. F. 
Borgatta, one can see that groups of three have the problem 
of an over-powerful majority, since two members can form 
a coalition against the unsupported third member. Four- 
member groups (and/or even-numbered groups) have higher 
rates of disagreement and antagonism than odd-numbered groups. 
^Ibid., p. 55. 
10R. F. Bales and E. F. Borgatta, "Size of a Group 
as a Factor in the Interaction Profile," in Small Groups : 
Studies in Social Interaction, ed. A. P. Hare (New York: 
Knopt, 1$1T5) , p. lïï^ 
10 
-13- 
This problem became apparent when information 
from the General Assembly was channelled internally to the 
Community Organization and various other projects within 
E.O.A. that would affect the clients. 
The Community organization is at the heart of 
E.O.A.'s mission. In each target area, fourteen neighborhood 
service centers, citizens are organized into area block 
clubs to study issues which affect them and to attempt to 
solve the problems. Each E.O.A. target area has a Citizen 
Neighborhood Advisory Council (CNAC). In this Council problems 
of the needy are acted upon by citizens organized to discuss 
issues pending in the Senate and handed down from the Review 
Committee of E.O.A. E.O.A., as a federally-funded, tax exempt 
organization cannot openly petition the Georgia Assembly 
for information collected. 
The downward channeling of information was the 
primary objective of Thomas Wade, the Project Director. 
It was intended for the information to reach the clients 
as soon as possible so that they may act upon it. 
In communication systems the goal is getting the 
sender and receiver "tuned in" for a particular message and 
understanding its meanings. Several basic problems are 
inherent in this process, according to Guesknow. When symbols 
fail to carry the full content of a message, their semantic 
proprieties are transformed as they are handled within a 
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communication flow—either by omission of aspects of the 
contents, or by the introduction of distortions.11 
Kazmier described barriers in communication as 
time, psychological distance, filtering, premature evaluation 
12 and failure of listen. 
The pressures of time were exemplified as a barrier 
of communication between the General Assembly and E.O.A. 
in that the amount of time used by the elected officials 
in acting on a bill was excessive. The action varied in 
the procedures as follows: placing the bill or resolution 
on the docket for first and second readings, sending to 
an appropriate committee, with amendments, substitutions 
with favorable or unfavorable reporting, etc. As one can 
see, the process is quite time-consuming, which accounts 
for this lack of communication. 
The second barrier of psychological distance in 
the formal organization of E.O.A. was exemplified by the 
Program Operations Director and the fourteen neighborhood 
service center Directors. The neighborhood center Directors 
felt inferior to the Program Operations Director because 
of mere status symbols, i.e. such as a spacious, private, 
downtown office opposed to a small room shared with the 
11Harold Guetsknow, "Communication in Organizaton," 
in Handbook of Organizations, ed. James March (Chicago, 
IllTl Rand, McNally & Company, 1965), p. 581. 
12 
Kazmier, Principles of Management, p. 272. 
-15- 
staff. Physical distance can be attributed to the fact 
that the program operations Director also was unable to 
have a steady assessment of on-going activities because 
there was no method of consistent communication between 
E.O.A. and the centers. 
The third barrier was the filtering of information 
by the subordinate and/or the superior. 
The subordinate in this case reports findings 
to the superior that are urgent, but the superior "filters" 
out that information that is unimportant to his position. 
This can also occur in the reverse. The superior tells 
the subordinate what is expected of him and, in turn, the 
subordinate "filters" the information and tells him (the 
superior) what he wants to hear. 
A proposal was submitted to a Director with recom¬ 
mendations for one of three suggested alternatives: 
renovate floor or building 
new location and/or 
a new building 
A subordinate realizing the outcome the superior 
anticipated, relayed the possibility of his selection being 
chosen with enthusiasm. The manager realizing that his 
own idea had a possibility of selection when time came for 
him to voice his opinion he automatically rejected the other 
two. 
The fourth barrier was premature evaluation. 
This was not selective listening, but rather a tendency 
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to make an evaluation or conclusion without sufficient evi¬ 
dence or input. 
This type of communication barrier was quite evident 
with the elected officials of Georgia. They assumed that 
the public knew about scheduled events because it was arti¬ 
culated to the writer, "they have someone out there for 
their interest, look at all those organizations fighting 
for the rights of the people they represent. We have no 
one to look out for our interest except ourselves."^ 
This statement is not always true. The amount 
of time allotted by the General Assembly for citizens to 
come and express their opinions is not publicly announced 
except to the lobbyist who has some financial interest. 
And the fifth barrier, failure to listen, can 
be attributed to the afore-mentioned, no sufficient evidence. 
The failure to listen concept was exemplified by the General 
Assembly's neglect of the basic considerations of its con¬ 
stituency . 
13 
Assembly person, Georgia Legislature, June, 1978. 
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CHAPTER III 
RECOMMENDATIONS AND SUMMARY 
The idea of rendering an alternative to an organi¬ 
zation that has been established and doing an excellent job 
for people who are poor, uninformed and neglected is very 
hard to put forth. I would like to reiterate the need and 
the worthwhileness of various persons, agencies and other 
entities that have resolved to help those who cannot help 
themselves. 
However, there is a barrier in the flow of commu¬ 
nication between the agency and the fourteen Neighborhood 
Service Centers in the general metropolitan area. 
Our goal, or the task of administration, is to 
choose those arrangements, broadly speaking, that are most 
likely to evoke a system of cooperative relationship among 
the people who are to achieve the mission of the organization. 
It challenges administrators and students to understand 
non-rational as well as rational, informal as well as formal, 
aspects of organizational behavior.1 
First, I would recommend more control for the 
Director of the program. It has been stated that the flow 
1P. J. Gordon, "Transcend the Current Debate on Admini¬ 
strative Theory," Academy of Management Journal, No. 6 
(1963) :295. 
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of information was in such a fashion that the next person 
in the organization to receive the directive was not aware 
of the urgency. It was shown the employees did not know 
to whom they should respond after receiving the directive. 
Our previously stated recommendation can be illus¬ 
trated by the principle of unity of command. The principle 
states that "no individual should receive orders or directions 
2 
from more than one person." 
The rationale is that if a person receives orders, 
evaluations, and comments from more than one source in the 
organization, there is a strong likelihood that such orders 
will conflict. Such conflict will make the recipient uncertain 
as to which orders carry the highest priority, and therefore, 
feelings of frustration and tension may develop and decisions 
may be delayed. This conflict will also cause dissatisfac¬ 
tion and undesirable managerial performance.3 
There are two basic categories of conflictive 
behavior; one follows definite rules (competitive), while 
others involve irrational behavior (disruptive). 
Competitive situations, according to Allen Rapport, 
(1960) , were defined as ordinary victories for one side 
only at the cost of the other party's total loss, and the 
2Luther Gulick, "Notes on the Theory of Organization," 
in Papers on the Science of Administration, ed. Luther Gulick 
(New York: Institute of Püïïlic Administration, Columbia 
University, 1937), p. 7. 
3Ibid., p. 8. 
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way in which the parties relate to each other is governed 
by a set of rules. The parties strive for goals which are 
mutually incompatible. The emphasis of each party is upon 
4 
winning rather than the defeat or reduction of the opponent. 
In disruptive conflict, on the other hand, the 
parties do not follow a mutually accepted set of rules and 
are not primarily concerned with winning. Instead, they are 
intent upon reducing, defeating, harming, or driving away 
the opponent. The means used are expedient, and the atmosphere 
is one of stress, anger, or fear. Unlike competition, where 
the end of the conflict is apparent to the parties, the 
end of the disruptive form is not at all clear.^ 
0 
One's individual style in dealing with a potentially 
conflictive situation may be described by two dimensions. 
The first is the extent to which individuals are willing 
to assert themselves in order to meet their own needs, goals 
or values. The second dimension is the extent to which 
individuals want to meet the needs of the other parties 
and want to cooperate with those parties. The first dimension 
g 
is self-oriented, while the second is relationship-oriented. 
4Allen Rapport, "Experiments in Dyadic Conflict and 
Cooperation," Bulletin of the Menniger Clinic No. 30 (1960): 
284-289 . 
5Ibid., pp. 290-291. 
6Filley, House, and Kerr, Managerial Process, p. 168. 
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Thomas, 1974; Black Mouton, 1970; Hall, 1969; 
Follett, 1941, have described similar formulations which 
indicate that at one extreme, assertive action to seek one's 
own goals while ignoring the needs of others must surely 
lead to attempts to defeat the opponent. On the other hand, 
a non-assertive posture with respect to one's own needs 
and a strong desire to maintain a relationship with another 
party leads to appeasement or accommodation. In terms of 
the integrative methods of problem solving, both parties 
assert their own goals and desire to maintain a cooperative 
relationship with others by helping them to meet their goals. 
Given the fact that leaders or managers react 
to given situations, we would like to suggest that the House's 
Path-Goal Theory be applied to situational circumstances 
that affect the path-goal preceptions and satisfaction of 
subordinates. 
Evans studies the relationship between the behavior 
of leaders and the subordinates' expectations that leads 
to rewards, and also studies the resulting impacts on ratings 
of the subordinates' performance. He found that when superiors 
provided directions and guidance to the subordinates, there 
was a positive relationship between leader behavior and 
subordiantes ' performance ratings."^ 
7 
M. G. Evans,"The Effects of Supervisory Behavior on 
the Path-Goal Relationship," Organizational Behavior and 
Human Performance No. 55 (1970); 277-298. 
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Evan's findings suggest that the major impact 
of a leader on the performance of subordinates is clarifying 
the path to desired rewards and making such rewards contingent 
8 
of effective performance. 
I believe that the subordinates and/or other 
organizational members should be recognized for their efforts 
in the Volunteer Program and E.O.A. regardless of how minimal. 
Another recommendation would be to cut the amount 
of time involved in deliberating, collecting and dispersing 
the information. The committee should meet on early Monday 
mornings to plot their strategies. Monday morning should 
be selected because it would allow individuals to set weekly 
goals. 
I would recommend that pending bills of relevance 
to the clientele, each should be channelled immediately, 
because it is the responsibility of the citizens to decide 
if they should react on certain issues and not E.O.A. 
Furthermore, we are seeking continuous change— 
change that sustains our momentum and continues after out¬ 
side funding has ceased. We are trying to produce obser¬ 
vable changes in behavior that affect deeply held attitudes 
and fears. 
We are trying to do this in a short period of 
time and with inadequate resources. We could go on but 
^Ibid. , p. 298 . 
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these are the major illustration of the conflicts that we 
face in the most important aspects of program operations. 
Not everything will work out the way one thinks 
or plans, but organizations must plan for luck and be pre¬ 
















j PLANNING & EVALUATION j 




AGING PROGRAMS 1 
f ALCOHOL REHAB ! 
1 EDUCATION SERVICES! 
HEADSTART 





| SOCIAL SERVICES 
!  
YOUTH DEVELOPMENT! 
1 HOUSING HOT LINE 1 
GARDENING 
j WEATHERIZATION [ 
1 ■ - i " ' 1  
| SUMMER FOOD PROGRAM 
-24- 
BIBLIOGRAPHY 
Assembly person, Georgia Legislature, June, 1978. 
Bales, R.F. and E.F. Borgatta, "Size of a Group as a Factor 
in the Interaction Profile," in Small Groups: 
Studies in Social Interaction, ed. A.P. Hare (New 
York: Knopt, 1955), p. 10. 
Cleland, David I., "Why Project Management?" Business Horizons 
(Winter, 1964): 83. 
Evans, M.G. , "The Effects of Supervisory Behavior on the 
Path-Goal Relationship," Organizational Behavior 
and Human Performance No. 55 (1970); 277-298. 
Filley, House and Kerr, Managerial Process, p. 65. 
Georgopolus, Basil S., The Community General Hospital (New 
York: Macmillan Company, 1962) , p. 531. 
Gordon, P.J., "Transcend the Current Debate on Administrative 
Theory,"Academy of Management Journal, No. 6 (1963):295. 
Guetsknow, Harold, "Communications in Organization," in 
Handbook of Organizations, ed. James March (Chicago, 
111.: Rand, McNally & Company, 1965), p. 581. 
Gulick, Luther, "Notes on the Theory of Organization," in 
Papers on the Science of Administration, ed. Luther 
Gulick (New York: Institute of Public Administration, 
Columbia University, 1937), p. 7. 
Hage, Jerald, "Organizational Structure Community," American 
Sociological Review, No. 569 (October 1971) :871. 
Kast, Fremont E. and James E. Rosenweig, Organization and 
Management: A System Approach (New York: McGraw- 
Hill Book Company, 1974) , p. 6. 
Kazimer, Leonard J., Principles of Management: A Programmed- 
Instructional Approach (New York: McGraw-Hill 
Company, 1974), p. 266. 
Rapport, Allen, "Experiments in Dyadic Conflict and Cooperation," 
Bulletin of the Menniger Clinic No. 30 (1960) : 
284-289. 
-25- 
